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ABSTEACT 

Although many wage theories have been proposed to 
explain the process whereby some agreement is reached about who is to 
receive what salary, none seems adequate to explain all wages in 
general. Even indepth studies attempting to establish a ranking of^ 
jobs for compensation purposes have not found general acceptai^rCbyV 
school systems* Instead^ a school corporation is more likely €o stuay 
the salary structure of other similar corporations and make 
comparisons and adjustments on this basis* Such studies usually 
result in the establishment of a base salary, which then may be 
adjusted by factors relating to experience, size of school, level of 
education, and responsibility* Organizations of local school 
administrators have a role to play, but this role should be 
determined by professional people acting in a professional way* 
(Author) 
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Most of us as high school principals would agree that "any- 
thing PAID A GOOD TEACHER IS NOT ENOUGH^ AND ANYTH|NG PAID A POOR 



"ANTYHING paid a good SCHOOL ADMINISTRATOR IS NOT ENOUGH^ AND ANY- 
THING PAID A POOR ONE IS TOO MUCH." It IS ONLY WHEN WE GET DOWN 
TO THE VITAL ISSUE OF DECIDING WHO IS GOOD^ AND WHO; IS BAD^ AND BY 
WHOSE CRITERIA^ THAT HONEST DISAGREEMENT AND PERHAPS VIOLENT DIF- 
FERENCES SPLIT OUR ALREADY SORELY DIVIDED PROFESSION. CERTAINLY^ 
THE BASIS ON WHICH DECISIONS ARE MADE> THAT DETERMINES WHO GETS HOW 
MUCH OF THE INFLATION-SHRUNK EDUCATION DOLLAR^ IS OF PARAMOUNT IN- 
TEREST TO THOSE OF US CHARGED WITH THE RESPONSIBILITY OF BEING THE 
TOP ADMINISTRATIVE OFFICIALS OF AN OPERATING UNIT IN SOCIETY'S EDU- 
cational enterprise. 

Probably, you are grateful that major modifications to 
the extent of nearly complete eradication have occurred in the old- 
EST THEORY OF WAGES. ThIS THEORY, WHICH WAS WIDELY ACCEPTED DURING 
THE MIDDLE AGES, WAS CALLED THE JUST-PRICE THEORY AND EXPLAINED 
WAGES ON THE BASIS OF MAINTAINING WHATEVER STATUS OF LIFE THE WORKER 
OR EMPLOYEE HAPPENED TO FIND HIMSELF AT BIRTH. A JUST WAGE THEN 
WAS ONE THAT CONFORMED WITH THE CLASS OR STATUS A PERSON HELD IN 
SOCIETY - THE HIGHER THE STATUS OR CLASS, THE HIGHER WAGES A PER- 
SON EARNED. This concept preserved relationships regarded "as 
right" and did in fact guarantee the maintenance of the society of 

THAT PERIOD OF HISTORY, ALTHOUGH LITTLE IN A POSITIVE VEIN CAN 
BE SAID FOR INDIVIDUAL MOTIVATION OF THE WORKER. OnE MAY 



ONE IS TOO MUCH." LIKEWISE, MOST OF US PROBABLY WOULD AGREE THAT 



WELL SUSPECT THAT DEMANDS FOR A "fAIR DAY's PAY" HAVE ROOTS IN THE 

JUST-PRICE THEORY. LeASTWAYS^ THOSE OF US BORN INTO LARGE FAMILIES 

OF THE AGRARIAN SOCIETY OF THE GREAT DEPRESSION OF THE 1930's CAN 

FIND COMFORT IN THE FACT THAT THIS THEORY IS NOT WIDELY ACCEPTED 
1 

TODAY/ 

Of. COURSE^ ANY REALISTIC WAGE THEORY - AT LEAST WITH REF- 
ERENCE TO AN INDUSTRIAL SOCIETY - MUST HAVE ITS ROOTS GROUNDED 
DEEPLY IN ECONOMIC CONSIDERATIONS. INTERESTINGLY ENOUGH, THE FIRST 
ECONOMIC WAGE THEORY GREW OUT OF ThOMAS R. j^ALTHUS' THEORY OF POP- 
ULATION, WHICH HOLDS THAT POPULATION WITH ITS TENDENCY TO INCREASE 
GEOMETRICALLY IS LIMITED BY WHATEVER MEANS MAY EXIST FOR SUBSISTENCE 
WHICH INCREASES ARITHMETICALLY. ThE SUBSISTENCE WAGE THEORY 
ATTEMPTS TO EXPLAIN THE LEVEL OF WAGES IN TERMS OF THE SUPPLY OF 
LABOR WHICH IN TURN IS GOVERNED BY THE PRINCIPLES OF POPULATION 
DESCRIBED BY MaLTHUS. AnY INCREASE IN WAGES ABOVE THE SUBSISTENCE 
LEVEL WOULD TEND TO INCREASE THE BIRTH RATE AND SO THE SUPPLY OF 

LABOR. This eventual over-supply of labor would force the wage 

RATE BACK TO THE SUBSISTENCE LEVEL. If THE WAGE RATE IS REDUCED 
BELOW THE SUBSISTENCE LEVEL, STARVATION RESULTS WHICH IN TURN RE- 
DUCES THE SUPPLY OF LABOR AND SO FINALLY FORCES THE WAGE RATE BACK 

up to that level. 

There are of course various other theories in addition to 
the two mentioned here that attempt to describe the level of wages 

IN A SOCIETY, BUT NONE OF THEM HAS GAINED GENERAL ACCEPTANCE. In 

all probability different wage questions require different theories. 
Perhaps different variables must be considered when attempts are 
made to explain wages in the long run as opposed to the short run. 
Similarly, questions about wage structure may very well be different 
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from those about wage levels across an industry." 

What then can one do when faced with the problem of creat- 
ing A SALARY SCHEDULE WITHIN A TRADITIONAL SETTING LIKE A SCHOOL 
SYSTEM? 

Logic would suggest that some sort of comprehensive study 
should be undertaken so that objective data might be collected and - 

IN TURN DECISIONS MADE. In GENERAL THIS ACTIVITY IS CALLED JOB 
EVALUATION AND HAS AS ITS GOAL THE DETERMINATION OF WHAT WAGE IS 
TO BE PAID TO AN EMPLOYEE AS A RESULT OF HIS JOB PERFORMANCE OVER 
A SPECIFIED PERIOD OF TIME OR IN ACHIEVING A STANDARD UNIT OF PRO- 
DUCTION. Usually^ and especially so in large organizations^ the 
study produces a series of job clusters or job families to which a 
wage structure then may be assigned.^ 

One method of job evaluation, called the factor-comparison 
method, compares jobs by making judgments concerning which jobs 

HAVE MORE OF CERTAIN COMPENSABLE FACTORS THAN OTHERS. ThE COMPEN- 
SABLE FACTORS USUALLY CONSIDERED IN THIS TECHNIQUE INCLUDE MENTAL 
REQUIREMENTS, PHYSICAL REQUIREMENTS, RESPONSIBILITY, WORKING CON- 
DITIONS, and/or combinations of these FACTORS. JUDGMENTS ON THESE 
BASES ARE MADE ABOUT VARIOUS JOBS AND A QUANTITATIVE VALUE ASSIGNED 

TO KEY JOBS. Other jobs then may be related to these key jobs and 

A PRIORITY RANKING ESTABLISHED WHICH FREQUENTLY IDENTIFIES JOB 
CLUSTERS. In ANY EVENT A SALARY SCALE IS ATTACHED TO THE PRIORITY 

ranking so identified. 

Such a procedure is an exacting, time-consuming endeavor 
and one in which most school corporations are not likely to become 

ENGAGED. INSTEAD MOST SCHOOL CORPORATIONS WOULD PROBABLY STUDY 
THE WAGE STRUCTURE IN OTHER SIMILAR CORPORATIONS AND REFER TO 
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available data collected for the purpose of describing current 
trends in salary compensation for administrators. 

The National Association of Secondary School Principals 
Administrative Information Report issued in October, 1975 discusses 
current trends in salary schedules for principals and assistant 
PRINCIPALS.' At one time nearly all such salary schedules were re- 
lated TO THE SCHEDULES OF THE CLASSROOM TEACHERS, BUT THIS REPORT 
CLEARLY INDICATES THAT PROFESSIONAL NEGOTIATIONS ON THE PART OF 
CLASSROOM TEACHERS ARE CHANGING THIS PRACTICE. FOR ALL SCHOOLS IN- 
CLUDED IN THE STUDY NEARLY TWO-THIRDS OF THE SCHEDULES WERE DERIVED 
INDEPENDENTLY FROM SCHEDULES OF CLASSROOM TEACHERS AND NEARLY THREE- 
FOURTHS OF LARGE SYSTEMS WITH ENROLLMENTS OF 25,000 OR MORE WERE AR- 
RIVED AT INDEPENDENTLY. SALARIES TENDED TO BE HIGHER IN THOSE 
SCHOOL SYSTEMS WHICH DERIVED A SCHEDULE INDEPENDENTLY FROM THE CLASS- 
ROOM teachers' schedule. Most salary schedules also allowed for 

DIFFERENTIALS FOR ELEMENTARY SCHOOL, JUNIOR HIGH/mIDDLE SCHOOL, AND 

senior high school principals, although about one-tenth made no 
distinction by position, but did make salary differentials based on 
varying lengths of the work year. schedules for principals within 
a school system differed frequently on the basis of various size 
factors, such as number of teachers to be supervised, building enroll- 
ment, number of classrooms, and number of certificated staff. ^ 

The trend then seems to be clear. Salary schedules for ad- 
ministrators ARE WITH INCREASING FREQUENCY ARRIVED AT INDEPENDENTLY 

from those for classroom teachers. 

The problem of determining such a salary schedule seems to 
be most frequently attacked by first determining a base or a floor 

FOR THE SCHEDULE. ThE BASE MAY BE RELATED TO THE SUPERINTENDENT'S 
SALARY, THE AVERAGE SALARY PAID TO SUPERINTENDENTS OF SURROUNDING 
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DISTRICTS OR SOME ARBITRARY SALARY IN A DESIGNATED SCHEDULE. Of 

course^ the base may be arrived at independently from any other 
schedule^ or it may be determined on an individual basis after a 
subjective decision by the superintendent or school board. 

After establishing such a base^ most school systems pre- 
pare A COMPLETE STRUCTURE OF COMPENSATION FOR PRINCIPALS AND 

assistant (or vice) principals by considering selected additive 
compensable factors. some examples of factors frequently consid- 
ered include the instructional level supervised (elementary^ junior 
high/middle schoolorsenior high)^ scope of responsibility (such as 

ENROLLMENT AND TOTAL BUILDING STAFF)^ NUMBER OF CONTRACT DAYS^ 

academic preparation^ and years of experience. 

The October, 1975 issue of the NASSP Administrative Informa- 
tion Report also describes in detail various approaches to estab- 
lishing ADMINISTRATIVE SALARY STRUCTURES. I SHALL DISCUSS THESE 
BRIEFLY, AND I REFER YOU TO THIS REPORT FOR A MORE DETAILED DES" 

5 

CRIPTION OF EACH OF THESE APPROACHES. 

POSITION LEVEL APPROACH 

In the position level approach a salary table is PREPARED 
SHOWING THE BASE SALARY AND MAXIMUM SALARY FOR EACH OF THE POSITION 
LEVELS BELIEVED TO BE APPROPRIATE FOR THE SCHOOL SYSTEM CONCERNED. 
The NUMBER OF LEVELS MAY BE AS MANY AS TWENTY, AND COLUMNS MAY BE 

included for twenty-five per cent of the range, the midpoint, and 
seventy-five per cent of the range, if such seem appropriate. ad- 
ministrative jobs are then assigned to a position level based upon 
the responsibilities and educational training requirements of each. 
Individual performance and growth are considered then in determin- 
ing AT what point between THE BASE SALARY AND MAXIMUM SALARY THE 



6 



Page 6 

EMPLOYEE IS TO BE PLACED FOR HIS COMPENSATION-. In CASES WHERE THE 
POSITION REQUIRES EMPLOYMENT FOR LESS THAN FIFTY-TWO WEEKS PER YEAR 
THE SALARY IS ADJUSTED PROPORTIONATELY BY APPLYING A PERCENTAGE 
FACTOR. 

SENIOR HIGH SCHOOL PRINCIPALIS SALARY AS A BASE 
Another approach establishes the salary of a senior high 
school principal with a doctor's degree as a base. salaries for 
administrators with other degrees or. who hold other positions are 
then arrived at by applying a percentage to the base salary. 
FORFIULA APPROACH - SUPERINTENDENT'S SALARY AS A BASE 
Using an arbitrary superintendent's salary and pre-deter- 

MINED FORMULA IS AN ALTERNATE APPROACH. IHE FORMULA^ C = B X 
(R + T) X (P + L). PRODUCES THE SPECIFIED SALARY BY MULTIP.LYING THE 
BASE SALARY BY TWO FACTORS: ONE REPRESENTING THE SUM OF A RATIO 
DERIVED FROM CONSIDERATION OF THE JOB REQUIREMENTS AND WORKING CON- 
DITIONS AND A RATIO REPRESENTI NG THE LENGTH OF THE CONTRACTUAL 
COMMITMENT AND ONE RESULTING FROM THE SUM OF TWO INDICES CONCERNING 
PERFORMANCE ASSESSMENT AND LENGTH OF SERVICE. It IS INTERESTING TO 
NOTE THAT PERFORMANCE ASSESSMENT IN THIS APPROACH IS BASED ON A 
RATING OF SATISFACTORY, GOOD, OR EXCELLENT WITH NO WEIGHT ASSIGNED 
TO SATISFACTORY. 

ELEfCNTARY ASSISTANT PRINCIPAL'S SALARY AS A BASE 

Another approach to establishing a salary schedule uses the 

ELEMENTARY ASSISTANT PRINCIPAL'S SALARY AS THE BASE AND IS APPLIED 
TO ALL PERSONNEL ON A 205-DAY ASSIGNMENT. ThE BASE SALARY IS MOD- 
IFIED BY INDICES DETERMINED BY EXPERIENCE, SCHOOL SIZE, LEVEL OF 
EDUCATION ACHIEVED, AND RESPONSIBILITY. 
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AVERAGE OF SUPERINTENDENTS^ SALARIES IN NEIGHBORING 
DISTRICTS AS A BASE 

In perhaps an attempt to "spread the heat over a large 
area" and so reduce the "temperature" in the home school district^ 
A system has been derived from using the average salary of super- 
intendents IN NEIGHBORING DISTRICTS AS A BASE. ThIS BASE THEN IS 
MODIFIED BY PERCENTAGES AND FOR THE NUMBER OF PUPILS SERVED AND THE 
AMOUNT OF EXPERIENCE OF THE PERSON INVOLVED. 

SUPERINTENDENT'S SALARY AS A BASE WITH INCREASES DEPENDENT 
ON PERFQRMCE ASSESSFIENT 

There is an additional method that depends on the superin- 
tendent's SALARY AS A BASE WITH INCREASES DEPENDENT ON PERFORMANCE 

assessment. ranges are established for the various positions. 
Once the salary for someone in his first year in a position is 
established^ the difference between this salary and top of the 
range becomes available for distribution over the next three years. 
For example^ forty per cent of the difference could be available at 
the end of the first year^ thirty-five per cent at the end of the 
second year^ and twenty-five per cent at the end of the third year. 
SALARIES OF PRINCIPALS IN NEIGHBORING DISTRICTS AS A BASE 
One additional approach^ which also has some promise of 
"spreading the heat and reducing the temperature/' involves determin- 
ing MEDIAN MINIMUM AND MAXIMUM SALARIES OF PRINCIPALS IN NEIGHBORING 

districts, a schedule of six steps may then be prepared. 
CONSUriER INDEX APPROACH 

Finally^ there is the possibility of modifying the salary 
schedule on the basis. of the consumer price index at six'month inter- 
vals or at other appropriate times, 

8 ' 
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In the Indianapolis Public Schools- the teachers are repre- 
sented BY THE Indianapolis Education Association, a National Educa- 
tion Association-Indiana State Teachers Association oriented organi- 
zation. AND ENGAGE IN FORMAL NEGOTIATIONS. ThOSE CERTIFICATED EM- 
PLOYEES WHO ARE EXCLUDED BY THE AGREEMENT WITH THE TEACHERS UNION 
HAVE FORMED AN ORGANIZATION CALLED THE INDIANAPOLIS ASSOCIATION OF 

Administrators, Supervisors, and Consultants. Incorporated. Although 

THIS ORGANIZATION DOES NOT ENGAGE IN A FORMAL NEGOTIATIONS PROCEDURE 

WITH THE School Commissioners, it does carry on informal discussions 
WITH Board representatives and a salary resolution is adopted follow- 
ing SUCH DISCUSSIONS. 

Some of the complexities of the employer-employee relation- 
ships FOR MIDDLE ADMINISTRATORS CAN BE SEEN IN THE INDIANAPOLIS AS- 
SOCIATION OF Administrators. Supervisors, and Consultants. Incorpo- 
rated. First of all. the some five hundred employees who are eligible 
for membership have a wide distribution of responsibilities and 
functions in the Indianapolis Public Schools. Included in the el- 
igible MEMBERSHIP ARE HIGH SCHOOL DEPARTMENT HEADS. HIGH SCHOOL DEANS. 
HIGH SCHOOL ASSISTANT DEANS. ATHLETIC DIRECTORS. DIRECTORS OF GUID- 
ANCE. EVENING SCHOOL DIRECTORS. ELEMENTARY SCHOOL COORDINATORS. PER- 
SONNEL COORDINATORS. CONSULTANTS. SUPERVISORS. DIRECTORS OF IN- 
STRUCTION. ELEMENTARY SCHOOL ASSISTANT PRINCIPALS. ELEMENTARY 
SCHOOL PRINCIPALS. HIGH SCHOOL VICE-PRINCIPALS. HIGH SCHOOL PRIN- 
CIPALS. AND ADMINISTRATIVE ASSISTANTS. 



you will note that in many cases the employee and that 
person's supervisors are both included in the membership. There 
IS also a wide range of interests on the part of the various 
groups. All of which creates some problems^ since what may be 
a good situation for one group may not be good for another or what ■ 
may be an acceptable working condition for a supervisor may not 

be NEARLY AS ACCEPTABLE FOR THE ONE SUPERVISED. 

One alternative would be to create small homogeneous 

GROUPS WHICH WOULD THEN CARRY ON WHATEVER KIND OF DISCUSSION DEEMED 
PROPER AND APPROPRIATE WITH THE BoARd's REPRESENTATIVES RELATING 
TO SALARY AND WAGE RELATED BENEFITS. HoWEVER. THIS BECOMES 
RAPIDLY REDUNDANT DUE TO THE NUMBER OF GROUPS INVOLVED. 

The FINAL ALTERNATIVE AND THE ONE THAT SEEMS TO ME TO BE 
THE MOST PROFESSIONAL WOULD BE TO MAINTAIN THE OVERALL UMBRELLA 

ORGANIZATION WHOSE FUNCTION WOULD BE THAT OF A WATCH GUARD UNTIL 

SOME ACTION SEEMED NECESSARY. ThERE CAN BE LITTLE TO GAIN IN ANY 

GIVEN SITUATION BEYOND THAT ACHIEVED BY THE NEGOTIATION PROCESS OF 

THE teachers' UNION. WhAT BETTER SITUATION THEN THAN THAT IN WHICH 

THOSE IN VARIOUS LEVELS OF THE MANAGEMENT TEAM TAKE THE POSITION 

THAT WHATEVER SALARY AND WAGE RELATED FRINGE BENEFITS ARE ACHJEVED 

BY THE MAJOR BARGAINING UNIT IN THE SCHOOL SYSTEM SHOULD BE ALSO 

GRANTED TO ADMINISTRATORS? AnY KIND OF A PROCESS THAT WOULD HAVE 

ANY LIKELIHOOD OF ACHIEVING MORE (aND THIS IS QUITE UNLIKELY) IS 

HARDLY WORTH THE EFFORT. 
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I WOULD LIKE TO SUGGEST THAT THE DESIRE TO PLUNGE INTO A 
COMPLETE MODIFICATION OF AN EXISTING ADMINISTRATIVE SALARY SCHEDULE 
SHOULD BE SCRUTINIZED CAREFULLY AND DELAYED UNTIL IT HAS BEEN 
CLEARLY ESTABLISHED THAT INEQUITIES ARE IN FACT PRESENT. AnY 
CHANGES FINALLY PRODUCED MEAN THAT SOME GROUP OF ADMINISTRATORS 
RECEIVES A LESSER INCREASE IN SALARY THAN ANOTHER GROUP. ThE FINAL 
RESULT OF WHICH IS A DISGRUNTLED GROUP WHO WILL BE PRONE TO POINT 
OUT THE NOW EXISTING INEQUITIES IN THE NEW SCHEDULE. 

You MIGHT ALSO WISH TO LOOK TO THE RECENTLY CREATED JeFFERSON 

County Schools system for guidance in dealing with the problems of 

ADMINISTRATIVE SALARY SCHEDULES. ThIS SYSTEM WAS CREATED BY THE 
COURT OUT OF THE LoUISVILLE^ KENTUCKY SYSTEM AND ITS SURROUNDING 
DISTRICTS. As A RESULT THE NEW SCHOOL DISTRICT NOW HAS TWO HUNDRED 
EIGHTY-FIVE CENTRAL OFFICE PERSONNEL BEARING SUCH TITLES AS DEPUTY 
SUPERINTENDENT. STAFF SPECIALISTS. DIRECTORS, ASSISTANT DIRECTORS, 
SUPERVISORS, CONSULTANTS, AND COORDINATORS. BeAR IN MIND, IF YOU 
WILL, THAT THIS STAFF WAS RETAINED FROM ALL OF THOSE SCHOOL CORPO- 
RATIONS THAT EXISTED LAST YEAR AND NOW MAKE UP THE JeFFERSON CoUNTY 

Schools District. Certainly, this district has the problem of de- 
riving ONE SALARY SCHEDULE OUT OF MANY WITHOUT ADDING TO ITS ALREADY 

monumental administrative problems. perhaps a workable solution in 
this situation would be applicable to other school districts. 

Whatever may be said about administrators' salary schedules, 
it is safe to say that the problems involved in creating workable 

ONES IN today's COMPLEX SOCIETY ARE FAR DIFFERENT FROM THOSE FACED 
BY A SCHOOL SUPERINTENDENT IN DEALING WITH HIS TEACHERS' SALARY 
PROBLEMS IN 1872. He SIMPLY DECREED THAT: 



"The TEACHER WHO PERFORMS HIS LABORS FAITHFULLY AND 
WITHOUT FAULT FOR FIVE YEARS WILL BE GIVEN AN INCREASE 
OF TWENTY-FIVE CENTS PER WEEK IN HIS PAY^ PROVIDING 

THE Board of Education approves." 
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